



































































































































































































































































































































































































882 17.6 9.8 19.4 1.0 64.1 -
変化があったもののうち、あな
たの希望と異なっていたもの
882 6.0 4.2 3.6 0.7 - 88.0
注：分析対象は、妊娠時に「正社員・職員」の女性である。
表 1　末子妊娠時の働き方の変化（複数回答）














































































































































































休業前と同じ仕事内容 375 13.1 64.0 17.1 4.3 1.6
自分の希望通りだった 休業前と異なるが、休業前の職責や能力に応じた仕事内容 58 8.6 77.6 10.3 1.7 1.7
休業前と異なり、休業前の職責や能
力に見合わない簡単な仕事内容 6 0.0 83.3 0.0 16.7 0.0




や能力に応じた仕事内容 46 4.3 50.0 37.0 6.5 2.2
休業前と異なり、休業前の職責や能




































































































































































































































2）	 連合は 2013 年 5 月に初めて「マタニティハラ
スメント（マタハラ）に関する意識調査」を
実施し、2014 年に第 2回調査を実施している。
第 2回調査の実施期間は 2014 年 5 月 27 日～ 5
月 29 日で、対象は全国の現在在職中の 20 代～
40 代の女性 634 名（うち妊娠経験なし 315 名、
子どもがいる場合は 12 歳以下の子どもありが
対象）。





































26 年 10 月 23 日最高裁判決を素材として」『神
戸大学シンポジウム「妊娠差別を考える－平成












Women’s Career Issues During Pregnancy, Childbirth, 
and Childcare:
The Supreme Court’s Judgment on Pregnancy 
Discrimination
　In	 October	 2 0 1 4,	 Japanʼs	 Supreme	
Court	 decided	 that	 being	 demoted	 due	
to	 pregnancy	 is	 a	 violation	 of	 the	 Equal	
Employment	 Opportunity	 Law.	 The	 case	
garnered	 attention	 for	 addressing	 so-called	
“maternity	 harassment,”	 wherein	 women	 are	
given	 disadvantageous	 treatment	 because	 of	
pregnancy	or	childbirth.
　The	 judgment	 concluded	 that	 the	 female	
workerʼs	 demotion	 due	 to	 her	 transfer	 to	
lighter	 duty	 during	 her	 pregnancy	 was	 the	
kind	of	disadvantageous	 treatment	prohibited	
in	 principle	 by	 the	 Equal	 Employment	
Opportunity	Law.	The	Supreme	Court	decided	
that	 The	 Equal	 Employment	 Opportunity	
Law	 forbids	 demotions	 while	 pregnant	
except	 “where	 there	 is	mutual	consent	based	
on	 the	 employeeʼs	 own	 free	 intention”	 or	
“in	 special	 job-related	 circumstances”.	 This	
paper	considers	the	eﬀects	this	judgment	has	
on	 career	 development	 for	 women	 during	
pregnancy,	 childbirth,	 and	 childcare.	 In	





　The	 number	 of	 women	 who	 work	 after	
pregnancy	and	childbirth	has	been	increasing	
in	 recent	 years,	 and	 with	 it	 the	 number	 of	
employers	 and	 managers	 with	 an	 awareness	
of	 the	 issues	 surrounding	 the	 type	 of	 work	
thatʼs	best	given	employees	during	pregnancy	
and	 while	 caring	 for	 children.	 There	 are	
instances	where	work	 is	 unilaterally	 changed	
or	 employees	 are	 transferred	 into	 new	
positions	 without	 conﬁrming	 their	 intentions.	
However,	 such	 behavior	 threatens	 to	 lower	
the	 employeeʼs	 work	 motivation	 and	 can	
have	 repercussions	 on	 her	 long-term	 career	
development	as	well.
　The	 Supreme	 Court	 decision	 could	 lead	 to	
further	 review	 of	 such	 situations.	 With	 this	
decision,	 satisfactory	 treatment	 with	 regard	
to	 working	 styles	 during	 pregnancy	 and	
childcare	will	likely	become	even	more	crucial:	
treatment	 built	 on	 an	 understanding	 of	 the	
employeeʼs	intentions	for	her	long-term	career	
outlook.
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